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Faculty  committee 
energy  brings 
impressive  results 


Faculty  Affairs  Committee  mem- 
bers, for  the  greater  part  of  the  past 
year,  have  been  earnestly  involved  in 
extensive  research  on  the  following 
topics;  procedures  for  the  selection  and 
hiring  of  faculty;  procedures  regarding 
renewal  and  nonrenewal  of  faculty  con- 
tracts; the  process  of  professionaliza- 
tion and  the  improvement  of  college 
teaching;  procedures  for  evaluation  of 
teaching  at  Avila  College,  and  finally, 
procedures  to  be  followed  in  rank  pro- 
motion. In  addition  to  these  more  seri- 
ous concerns,  Lynn  Haskin  and  Sister 
Audrey  Olson  have  worked  to  improve 
social  relations  among  members  of  the 
faculty  and  administration.  Through 
their  efforts,  the  faculty  has  had  more 
opportunity  for  social  communication 
ani  a lounge  has  been  provided  in 
O’Keilly  Hall. 

Probationary  Appointments 

Sister  Marlene  Stinn  is  chairman  of 
the  Faculty  Affairs  Committee,  and 
other  members  of  the  committee  not 
credited  in  the  present  article  are  Tony 
Leon,  who  is  working  on  rank  promo- 
tion and  tenure,  and  Mrs.  Barbara 
Myers. 

Sister  Martha  Smith  and  Sister  Rose- 
mary Flanigan  have  drawn  up  the  fol- 
lowing procedures  for  selection  and  hir- 
ing of  faculty  and  renewal  and  nonre- 
newal of  contracts,  which  have  been  re- 
commended by  the  Faculty  Affairs 
Committee  and  approved  by  the  Edu- 
cational Policies  Committee.  These 
proposals  are  now  under  consideration 
by  the  faculty: 

When  it  is  necessary  to  fill  a faculty  va- 
cancy or  add  a new  faculty  member, 
the  Academic  Dean  will  initiate  the 
recruitment  of  qualified  candidates 
for  the  position.  Faculty  members  in 
the  discipline  where  the  vacancy  ex- 
ists may  assist  in  the  recruitment  of 
qualified  candidates. 

The  Academic  Dean  will  appoint  a fa- 
culty selection  committee  for  screen- 
ing and  interviewing  candidates  for 
the  position.  This  committee  shall 
consist  of  the  following  members: 

1) the  Chairman  of  the  department 
where  the  vacancy  exists. 

2) two  faculty  members  from  the  dis- 
cipline in  which  the  vacancy  ex- 
ists. If  the  discipline  is  without  suf- 
ficient members,  a faculty  member 
(or  members)  shall  be  chosen  from 
a closely  related  discipline. 

3)  the  Academic  Dean. 

Members  of  the  discipline  in  which  the 
vacancy  exists  shall  select  a commit- 


tee member  who  represents  the  disci- 
pline to  serve  as  chairman  of  the  com- 
mittee. 

The  Academic  Dean  shall  require  all 
candidates  to  submit  written  appli- 
cations, official  copies  of  all  applic- 
able university  and  college  tran- 
scripts and  a copy  of  professional  pa- 
pers from  placement  offices,  letters  of 
reference  and  resumes. 

The  Academic  Dean  shall  supply  to  the 
selection  committee  names  and  files 
of  all  candidates  who  have  met  the  re- 
quirements for  the  position. 

The  Academic  Dean  shall  determine 
the  probable  salary  range  after  con- 
sideration of  the  college  budget,  and 
shall  notify  the  selection  committee 
chairman. 

After  consideration  of  the  candidates’ 
files,  the  committee  shall  select  can- 
didates for  interview. 

The  Academic  Dean  and/or  the  selec- 
tion committee  chairman  is  respon- 
sible for  arranging  such  interviews. 

The  Academic  Dean  shall  determine 
from  the  Salary  Code  the  salary 
which  should  be  offered  the  prospec- 
tive candidate. 

After  interviewing  the  candidates,  the 
selection  committee  will  list  them  in 
order  of  preference. 

The  selection  committee  will  deter- 
mind  the  academic  rank  to  be  offered 
to  each  candidate  on  the  basis  of  the 
candidate’s  previous  experience  and 
education,  and  in  accordance  with 
college  policy  on  rank  assignment. 

Salary  negotiations  with  prospective 
candidates  shall  be  conducted  by  the 
Academic  Dean.  The  salary  to  be  of- 
fered shall  be  in  accordance  with  the 
provisions  of  the  faculty  salary  code. 

If  the  Academic  Dean  does  not  agree 
with  the  recommendation  of  the  se- 
lection committee,  he  should  so  ad- 
vise the  committee.  The  selection 
committee  must  then  decide  what 
further  action  is  to  be  taken. 

If  the  Academic  Dean  concurs  with  the 
recommendation  of  the  selection 
committee,  he  shall  notify  the  new  fa- 
culty member  and  complete  all  of  the 
arrangements  for  employment. 

The  above  procedures  need  not  be  fol- 
lowed in  their  entirety  in  case  of  an 
emergency  which  does  not  admit  of 
delay  in  filling  a faculty  vacancy,  but 
every  effort  wall  be  made  to  ensure 
that  the  selection  of  new  faculty 
members  is  not  made  without  the 
participation  of  faculty  members  in 
the  discipline  concerned. 

THE  FOLLOWING  PROCEDURES 

REGARDING  RENEWAL/NON-RE- 


NEWAL OF  FACULTY  CON- 
TRACTS HAVE  BEEN  RECOM- 
MENDED BY  THE  FACULTY  AF- 
FAIRS COMMITTEE  FOR  CONSID- 
ERATION BY  THE  FACULTY: 

Probationary  Appointments: 

The  faculty  member  shall  be  advised, 
at  the  time  of  his  appointment,  of  the 
standards  to  be  employed  in  deci- 
sions affecting  contract  renewal  in 
his  case.  It  is  the  responsibility  of  de- 
partment chairmen  and  the  Aca- 
demic Dean  to  review  periodically 
with  each  probationary  faculty  mem- 
ber his  performance  and  progress  to- 
ward tenure. 

The  Dean  shall  advise  the  faculty 
member  on  probationary  appoint- 
ment when  decisions  affecting  con- 
tract renewal  will  be  made  in  his  case 
and  the  faculty  member  shall  have 
the  opportunity  to  submit  material 
which  he  believes  wall  be  helpful  to 
an  adequate  consideration  of  his  cir- 
cumstances. The  Dean  shall  in  no 
case  take  negative  action  regarding 
faculty  reappointment  wdthout  con- 
sultation with  the  Department 
Chairman  and  the  members  of  the 
discipline  concerned  and  without 
having  informed  the  faculty  mem- 
ber that  his  case  is  under  serious  con- 
sideration, giving  him  the  reasons 
therefore  and  at  least  two  weeks  to 
gather  and  present  materials  in  his 
own  behalf. 

If  after  consideration  of  material  pre- 
sented by  the  faculty  member  and 
consultafion  wdth  the  Department 
Chairman  and  members  of  the  disci- 
pline, a decision  unfavorable  to  the 
faculty  member  is  reached,  the  Dean 
will  notify  the  faculty  member  of  the 
unfavorable  recommendation  at  the 
time  that  recommendation  is  trans- 
mitted to  the  President.  If  the  faculty 
member  wishes  to  institute  an  ap- 
peal for  reconsideration  he  must  file 
notice  of  his  intention  with  the  Dean 
within  ten  days  of  notification  and 
he  shall  have  thirty  days  from  date  of 
notification  to  prepare  his  appeal.  In 
all  cases,  however,  formal  notice  to 
non-renewal  of  contract  must  be  giv- 
en by  the  administration  in  accord- 
ance with  the  deadline  dates  speci- 
fied in  Section  4 below.  Once  an  ap- 
peal is  instituted,  the  notice  will  be 
conditional  upon  the  outcome  of  the 
appeal. 

Regardless  of  the  stated  length  or  oth- 
er provisions  of  any  appointments, 
written  notice  that  a probationary 
appointment  is  not  to  be  renewed  will 
be  given  to  the  faculty  member  in  ad- 


vance of  the  expiration  of  his  ap- 
pointment, as  follows:  1)  not  later 
than  March  1 of  the  first  academic 
year  of  service,  if  the  appointment  ex- 
pires at  the  end  of  the  year;  or,  if  a 
one-year  appointment  terminates 
during  an  academic  year,  at  least 
three  months  in  advance  of  termina- 
tion; 2)  not  later  than  December  15  of 
the  second  academic  year  of  service, 
if  the  appointment  expires  at  the  end 
of  that  year;  3)  at  least  twelve  months 
before  the  expiration  of  an  appoint- 
ment after  two  or  more  years  of  ser- 
vice at  the  institution. 

In  the  event  of  a decision  not  to  renew 
his  appointment,  the  faculty  mem- 
ber should  be  informed  of  the  deci- 
sion in  wanting,  and  if  he  so  requests, 
he  should  be  advised  of  the  reasons 
which  contributed  to  that  decision.  If 
he  desires  it,  he  may  have  the  rea- 
sons given  in  explanation  of  the  non- 
renewal confirmed  in  writing.  He 
may  also  request  reconsideration  of 
hie  case  by  a grievance  committee  of 
the  Faculty  whose  members  are  ac- 
ceptable to  him,  if  he  feels  that  his 
case  was  given  inadequate  consider- 
ation or  if  he  feels  that  the  action  tak- 
en against  him  is  a violation  of  his 
academic  freedom. 

Tenured  Faculty 
Appointments 

Termination  of  an  appointment  with 
continuous  tenure  may  be  effected  by 
the  College  only  for  adequate  cause. 
If  termination  takes  the  form  of  dis- 
missal, it  wall  be  pursuant  to  the  pro- 
cedure specified  in  Section  5 below. 
Where  termination  of  appointment  is 
based  upon  financial  exigencv.  or 
bonafide  discontinuance  of  a pro- 
-gram  or  department  of  instruction, 

(continued  on  page  4) 

Sociology 

experiment 

Promptly  at  8:50  A.M.,  November  6 an 
important  petition  was  made  avail- 
able to  Avila  students  and  faculty  for 
fifteen  minutes.  The  petition  requested 
college  officials  to  build  a fountain  in- 
corporating the  Avila  Medal  in  the 
center  of  the  campus.  The  outcome  was 
not  to  determine  the  construction  of 
such  an  art  piece,  but  to  illustrate  con- 
forming behavior.  The  petitions 
carried  fictitious  names  or  the 
signatures  of  well-known  students  or 
faculty.  Some  were  left  blank.  This 
device  was  coupled  with  a postive  or 
negative  plea  for  signing.  All  those 
who  either  refused  to  sign  or  decided  to 
support  the  issue  are  now  vital 
statistics  for  the  Monday  9:00  A.M. 
Sociology  Lab.  class.  The  students 
involved  in  this  experiment  appreciate 
the  cooperation  of  Dean  Scott  and 
Sister  Rosemary  Flanigan  with  the 
Sociology  Department  for  enabling 
them  to  undertake  this  project. 


Respond 


The  “us-they”  syndrome 


Only  the  deaf  don’t  hear  it.  Only  the  blind  don't  see  it.  And  only  the  dead 
don 't  feel  it.  In  a smoke-filled  tavern  in  the  suburbs  I’ve  often  heard  people 
rave  on  about  how  they  would  "just  love  to  gun  down  a few  of  them  black 
suns-a-bitches."  While  attempting  to  board  an  elevator  in  the  university 
dormitory  my  former  roommate  was  told  by  three  blacks  that  "no  white 
honkey  is  going  to  ride  up  wid  us." In  South  Dakota  signs  hang  in  many 
store  windows  which  read,  "NO  INDIANS  ALLOWED. " The  earmarks  of 
prejudice  are  everywhere.  No  matter  what  you  look  like  or  who  you  are, 
there  are  many  people  who  will  hate  you  on  sight. 

At  this  point,  where  most  essays  on  the  subject  end,  I will  begin.  It 
starts  with  the  identity  of  the  individual.  People  meeting  myself,  for 
example,  would  automatically  think:  White,  male.  American,  young.  This 
is  fine  for  them,  but  not  for  me.  I don 't  feel  an  obligation  to  represent  the 
white  race,  the  American  government,  the  male  sex,  youth,  or  even  the 
human  race.  What  I represent  is  something  unique:  myself.  That  and 
nothing  more.  Because  of  this,  I feel  no  guilt  whatsoever  for  things  my 
ancestors  may  or  may  not  have  done,  and  1 feel  no  responsibility  for 
actions  and  opinions  of  people  who  happen  to  have  the  same  nationality 
or  skin  pigmentation  as  myself. 

Few  people  feel  comfortable  as  individuals  so  they  seek  security  in 
such  labels  as  white,  republican,  American,  and  so  on.  This  gives  them  a 
feeling  of  belonging,  of  being  a part  of  something  larger  than  themselves. 
The  only  drawback  is  that  such  identification  tags  arouse  prejudices 
since  they,  at  the  same  time,  exclude  their  opposites,  just  as  every  thesis 
creates  its  antithesis.  Thus,  if  you  decide  to  acknowledge  white,  you 
automatically  create  a non-white  in  whatever  doesn’t  conform  to  the 
"white"  definition.  In  theory,  there  is  no  reason  for  animosity  to  arise 
between  the  first  identity  and  its  opposite  except  for  perhaps  in  the  case  of 
the  haves  and  have  nots.  However,  something  in  our  natures  makes  us 
mistrust  the  strange  and  fear  the  unknown.  The  existence  of  something 
which  is  contrary  to  our  ideal  of  correctness  or  normalcy  or  even 
"goodness"  is  somehow  a competitive  thing,  a threat.  An  effective 
illustration  of  this  would  be  the  inevitable  dispute  which  arises  from  the 
meeting  of  a devout  Christian  and  an  atheist,  or  even  two  Christians  with 
different  affiliations,  for  that  matter.  They  don’t  argue  to  save  each 
other’s  souls,  they  argue  to  protect  themselves.  The  very  existence  of  the 
atheist  is  a threat  to  the  identity  of  the  Christian  and  vice  versa.  From  this 
point  it  is  only  a short  step  to  the  generalization  that  those  not  like  me  are 
a threat  to  me  and  those  like  me  are  not.  And  so  is  born  the  great  "US  — 
THEY"  syndrome. 

Racism  is  but  a part  of  the  "US  — THEY"  snydrome  but  an  important 
part.  Basically  there  are  only  two  kinds  of  people:  the  racists  and  the  non- 
rcwists.  The  non-racist  manifests  himself  in  every  color  and  every  nation 
but,  as  he  is  defined  in  lacking  qualities,  rather  than  having  them,  we 


shall  confine  our  study  to  the  persons  who  have  these  qualities:  the  racist. 
We  will  examine  three  of  the  more  representative  types  found  in  America 
today. 

Let  us  first  examine  the  most  famous  embodiment  of  racism  currently 
flourishing  in  our  country  — the  Ku  Klux  Klansman.  He  may  be  spotted  in 
nearly  any  part  of  our  nation  but  he  is  a native  of  the  southeast  and  seems 
to  do  better  there.  His  matching  white  skin,  sheet,  and  pointed  hood  dis- 
tinguish him  from  other  racists.  His  sign  is  the  burning  cross  and  his 
motto:  "Keep  them  in  their  place. " 

Another  domestic  species  found  in  the  larger  cities  of  the  north  and 
west  coast  section  of  the  U.  S.  is  the  Black  Panther.  This  particular  racist 
comes  in  varying  shades  of  black  with  matching  beret.  His  characteristic 
gesture,  the  raised  clenched  fist,  is  often  accompanied  with  a recitation  of 
the  motto:  "Burn,  baby,  burn."  This  slogan  may  be  alternated  with  "Get 
the  honkeys"  for  the  sake  of  variety. 

Infinitely  more  subtle,  yet  just  as  prejudiced,  is  our  latest  model,  a 
native  of  the  United  States  which  has  become  extremely  popular  in  the 
past  few  years.  Racists  which  come  under  this  classification  are  usually 
white,  may  be  male  or  female  and  have  no  particular  costume.  Introduce  a 
member  of  a minority  into  thesameroom  with  one  of  these  and  they  will 
immediately  smile  with  their  mouths,  ask  polite  questions,  perhaps  invite 
the  minority  member  to  dinner,  and  rave  on  about  how  Flip  Wilson  is  their 
favorite  TV  show,  or  how  they  haven’t  touched  a bite  of  lettuce  in  months, 
or  how  some  of  the  national  defense  funds  should  be  spent  on  bettering 
the  lot  of  the  American  Indian.  They  have  many  slogans  which  usually 
contain  sweeping  generalities  such  as  "Indians  are  really  beautiful 
people,  man"  or  "Chicanos  are  really  beautiful  people,  man." 

The  racist  is  not  a phenomenon  peculiar  to  America.  The  French 
Canadians  hate  the  English  Canadians,  the  Chinese  hate  the  Japanese, 
the  Irish  Catholics  hate  the  Irish  Protestants,  the  Pakistanees  hate 
Indians,  the  Arabs  hate  the  French.  And  everybody  hates  the  Jews. 

I believe  everyone  should  have  a right  to  think  and  act  the  way  they 
want  to,  including  the  racists,  6ut  I also  feel  that  they  should  be  con- 
siderate enough  to  confine  their  activities  to  people  who  feel  as  they  do: 
their  brothers  in  bigotry.  All  too  often  the  people  affected  by  racist  malice 
are  people  who,  up  to  that  point,  had  cared  less  about  skin  pigment  or 
nationality.  My  question  is  this:  Why  don’t  racists  pick  on  other  racists 
and  leave  everyone  else  alone?  The  answer  is  simple:  they  1)  are  cowards 
or  2}  lack  communication  and  organization,  which  is  where  my  plan 
comes  in. 

I propose  that  once  a year,  each  state  prepare  an  arena  or  area  large 
enough  to  accomodate  all  the  bigots  of  that  state  and  circulate  the 
following  invitation  throughout  every  city,  town,  and  dwelling  place. 

Hear  ye!  Let  it  be  known  that  anyone  who  nurses,  deep  within  his 
soul,  any  form  of  BIGOTRY,  HATRED,  PREJUDICE,  ANIMOSITY,  or 
just  plain  DISLIKE,  toward  any  racial,  ethnic,  or  religious  group  is 
cordially  invited  to  PUT  UP  or  SHUT  UP  at  the  specified  place  on  the  said 
date  at  the  given  time.  Bring  your  own  weapons. 

Of  course  a great  deal  of  organization  and  preparation  would  be 
necessary  to  assure  that  each  of  the  opposing  groups  were  equally 
matched  and  to  make  sure  that  the  right  groups  found  each  other.  There 
would  be  problems  to  be  sure,  but  I would  just  bet  that  they  could  be 
worked  out  in  a manner  which  would  be  agreeable  to  all  concerned.  And 
think  of  the  benefits!  If  this  were  to  become  an  international  and  annual 
event  bigotry  and  racism  would  slowly  wipe  itself  out  or  be  forced  to  go 
underground.  Perhaps,  for  once,  peace  could  become  a reality  and  the 
world  would  be  populated  by  people  who  could  think  in  terms  of  "you  and 
me"  rather  than  "US  - THEY." 

Jim  Neal 


Utterly  perfect! 


I was  walking  my  mind  the  other  day  listening  to  Dylan  and  reading 
the  latest  issue  of  the  Avila  College  Newspaper,  because  I couldn’t  afford 
a National  Lampoon,  and  was  completely  enhanced  by  several  of  the  art- 
icles. However,  one  particular  article  seemed  to  bring  me  back  to  a Kan- 
sas City  consciousness.  It  was  the  one  by  Terri  Tooley  about  an  utterly  im- 
portant problem  facing  the  women  of  today’s  male  chauvinistic  society. 
To  bra  or  not  to  bra  — is  there  a question? 

I realize  this  can  be  a serious  problem  facing  all  used  women,  even  a 
few  new  ones  too.  This  particular  garment  does  all  sorts  of  things,  from 
building  up  one  woman ’s  treasured  chest  to  letting  a little  spill  out  of  the 
cup  in  others.  Those  who  desire  their  freedom  from  the  halter  quickly  de- 
part with  their  mother’s  sacred  garment.  Others  seem  to  do  so  because 
they  desire  to  be  free  of  the  male  sexists  and  feel  that  the  women’s  version 
of  the  jock  strap  in  the  love  game  adds  further  to  shaping  a sex  object. 
Then  of  course,  vain  women  with  that  grand  purtain  ehtic  tend  to  keep 
theirs  on  at  all  times,  while  others  are  too  self  conscious  of  the  shape  or  the 
size  they  are  in,  so  they  too  refuse  to  part  with  their  security  blanket. 


Now  comes  tne  male,  the  sexist  who  lustfully  sees  an  economy  bust- 
dng  out  at  the  seams.  He  does  so  because  his  business  is  bras.  It  started  in 
the  back  of  a ’47  Ford  and  he's  been  an  expert  ever  since.  Consequently  he 
operates  the  Playtex  Company.  With  each  double  barrel  sling  shot  he  sells 
he  sees  profit,  that  limits  his  forcing  of  the  no  bra  look.  It’s  time  now  to 
' look  at  the  chauvinistic  male  pig  who  sees  all  women  as  sex  objects  when 
they  are  braless  and  he  either  drunk  or  stoned.  Naturally  he  is  forcing 
those  innocent  babes  to  "briskly  flop"  along. 

Last  I find  the  truth  of  the  matter  important  to  look  over  and  not  over- 
look. Why  on  earth  can’t  a woman  live  with  or  without  this  object  of  con- 
troversy without  some  other  women  getting  upset  I'll  never  know.  Why 
should  she  make  them  bigger  than  they  are?  It  only  disgusts  the  over- 
sexed male,  so  do  the  ones  that  look  like  tacoes  overrunning  the  range.  I 
feel  that  the  most  pleasing  to  look  at  woman  is  the  one  who  looks  natural 
in  her  attire,  be  it  with  or  without  the  aid  of  a bra.  We  aren’t  forcing  it  on 
you,  so  don’t  burn  jock  straps  when  you  can  be  utterly  perfect  for  us  men. 
Do  it  only  for  your  pleasure  and  vanity. 


Phil  Fisher 


Avila  Student:  Barbara  Neighbors  Developing  control  and 

accuracy  through  Activity: 


Thomas  directs 
“Cantavilas” 


A new  name  is  the  topic  of  dis- 
cussion among  many  at  Avila  College 
this  year.  It  is  the  new  name  selected 
for  the  traditional  Girl’s  Glee  Club. 
“CANTA  VILAS”  is  the  name!  A fresh 
new  sound,  hinting  at  the  sparkling 
nature  of  the  ^oup.  This  group  con- 
sists of  charming  young  ladies  from 
Avila  College  who  have  joined  together 
under  a common  bond,  “Love  for 
Singing.” 

The  Cantavilas.  under  the  direction 
• of  Mr.  Gaylin  Thomas,  will  radiate  an 
aire  of  elegance  as  they  perform  this 
year  in  their  newly  designed  per- 
formance attire.  According  to  the 
Cantavilas  ’ president,  Michele  Coe,  the 
young  ladies  will  be  dressed  in  flowing, 
powder  blue  evening  gowns. 

We  extend  a special  invitation  to  all 
Avila  music  lovers  and  guests  to  attend 
the  Annual  Christmas  Concert  to  be 
held  in  Foyle  Chapel  at  7:30  p.m.  on 
Tuesday  the  5th  of  December.  Included 


in  the  program  will  be  a capella 
Madrigals,  a classical  number  of 
Mozart  and  also  a modern  tune  of 
Gordon  Young.  Also  featured  will  be 
Brian  Thompson,  a 13  year  old  Oboe 
player  and  Sr.  De  La  Salle  combining 
talents  with  the  Cantavilas  in  the 
Cantata  “This  is  Noel”  by  Katherine  K. 
Davie.  “Fum,  Fum,  Fum,”  a Spanish 
carol  will  also  be  presented  among  our 
many  selections.  Sr.  Olive  Louise, 
Avila  College  president,  will  be  a 
featured  soloist  adding  her  own  de- 
lightful aura  to  the  Christmas  spirit. 
The  Catholic  Chorale,  under  the 
direction  of  Mr.  Robert  Thompson  will 
perform  two  exciting  numbers  and  the 
program  will  conclude  with  the  singing 
of  traditional  favorites. 

With  music  and  Christmas  being 
such  traditional  elements  of  life,  the 
newly  formed  Cantavilas  once  again 
invite  all  friends  to  share  a delightful 
evening  of  happiness  and  joy. 


Letters 


Dear  Editor: 

And  all  you  other  good  people  on 
campus!  This  letter  is  to  make  you 
aware  of  something  new  and  creative 
coming  up  on  the  Avila  scene,  in  which 
you  urged,  begged  and  otherwise  en- 
couraged to  participate.  Some  of  you 
write  poetry,  which  is  one  of  the  cooler 
ways  to  pass  the  time,  right?  Some  of 
you  have  gotten  into  photography,  a 
nice  way  to  get  your  head  together. 
Some  of  you  do  wonderful  things  with  a 
little  ink  and  a piece  of  paper.  So  utc 
your  imagination  now  and  put  this 
picture  together.  What  you’ve  got  is  the 
potential  for  a multi-media  magazine 
for  our  campus.  Sound  somewhat 
interesting? 

Now  there  are  also  those  of  you  who 
have  just  decided  that  you  don’t  fit  into 
any  of  the  above  classifications,  right? 
Shame  on  you.  You  think,  don’tcha? 
We  need  ideas.  Let  your  mind  go.  What 
do  you  want  to  see  and  read?  Any  ideas 
for  a theme? 


Also,  if  you  have  any  aptitude  for 
laying  out  pages  (meaning  if  you'll 
volunteer  we'll  show  you  howl),  you  are 
needed.  If  you  have  magic  fingers  on 
the  old  typewriter,  (or  even  one  magic 
finger!),  you  are  needed.  See? 
Somebody  wants  you! 

So  what’s  called  for  here  are  creative, 
thinking,  working  people,  and  if  you 
don’t  fit  into  any  of  those  categories, 
there  is  little  consolation  for  you.  But  if 
you  do  fit,  you  are  asked  to  contribute 
either  as  a stafi  member  or  as  a 
dependable  contributor. 

This  publication  is  not  meant  to  take 
the  place  of  the  literary  magazine,  or 
compete  with  it.  It  is  not  meant  to  be  a 
yearbook.  It  is  meant  to  be  a reflection 
of  the  creative  energy  dormant  on  this 
campus.  What  tremendous 
possibilities,  particularly  in  view  of  the 
large  number  of  liberal  arts  people 
wandering  around  here  looking  for  “an 
outlet.”  A reflection  of  our  world  and 
the  world  around  it. 


In  context: 

Special  Ed 
Department 

by 

Sister  Judith  Schloegel 


Over  the  past  hundred  years,  the 
concept  of  teaching  exceptional 
individuals,  that  is,  those  in  need  of 
“special”  education,  has  changed 
radically.  No  longer  do  such 
individuals  constitute  separate  and 
distinct  categories  of  people. 
Individual  differences  are  understood 
in  terms  of  degree  and  not  of  kind.  The 
perceptual,  conceptual  and  learning 
processes  of  all  people  whether  they 
are  normal  or  deviant-  are 
fundamentally  the  same.  The  ability  to 
perform  accurately  and  appropriately 
in  these  areas  varies  with  individuals. 

Consequently,  the  importance  of 
detecting  developmental  delays  in 
young  children  is  repeatedly  stressed. 
By  means  of  early  diagnosis,  deficits  in 
the  areas  of  learning  and  behavior  may 
be  recognized;  thus  effective 
remediation  and  therapy  may  be  pro- 
grammed for  individual  needs. 

One  means  of  ascertaining  the 
developmental  levels  of  children  is 
currently  exemplified  in  “The  Denver 
Developmental  Screening  Test.”  With 
this  evaluation  children  are  tested  in 
gross-motor,  language,  fine-motor  and 
personal-social  areas.  During  the 
second  semester,  the  Avila  students 
involved  in  the  teacher  training 
program  for  special  education  will  be 
participating  in  a project  initiated  by 
the  Kansas  City  Association  for 
Mental  Health.  Children  in  the  Kansas 
City  School  District  will  be  tested  by 
means  of  “The  Denver  Developmental” 
with  the  hope  of  administering 
remediation  to  those  in  need,  both  in 


the  home  and  classroom  settings.  The 
Avila  students  will  assist  in  the  testing 
of  these  children.  The  participation  of 
our  students  will  not  only  be  of  great 
benefit  to  the  Kansas  City  Com- 
munity, but  will  enhance  the  students’ 
training  experiences  as  well. 

Consistent  with  the  current 
philosophy  of  special  education,  the 
Education  Department  initiated  a new 
course  this  semester  entitled 
Perceptual-Motor  Training.  Those 
students  enrolled  in  the  course  are 
trained  in  the  recognition  of  (Motor) 
and/or  perceptual  deficiencies  and  the 
application  of  appropriate  remedial 
activities.  The  students  are  working 
with  thirteen  children  from  the 
Marillac  School.  (See  pictures) 

During  the  second  semester,  the 
Avila  College  Learning  Center, 
currently  in  progress  at  5228  Rockhill 
Road,  will  be  moved  back  on  campus. 
In  its  new  location  it  will  be  known  as 
the  Developmental  Learning  Center. 
Conducted  for  teacher-training 
purposes,  the  classrooms  will  provide 
an  educational  program  for  twenty 
children  who  evidence  special  learning 
problems  in  either  the  receptive, 
associative  or  expressive  processes. 

Through  these  examples  and  many 
others  not  included  in  this  article,  it  is 
obvious  that  Avila’s  special  education 
program  is  responding  to  the  needs  of 
our  times  in  its  emphasis  on  relevance 
and  — which  is  perhaps  most 
important  — respect  for  the  individual 
differences  of  others. 


Avila  Student:  Jean  Kloaterman  Grose-motor  / Developing 


dynamic  balance 


As  a small  impetus  (otherwise  known 
as  a bribe),  we  are  offering  a $10  prize 
for  the  best  cover  and  a $10  prize  for  the 
best  dtle.  Now  can’t  you  use  a little 
bread,  easily  earned  with  a little  t-h-i-n- 
k-i-n-g! 

Any  material  such  as  art  work, 
photography,  poetry  and  prose  may  be 
turned  in  to  Lin  Staten,  304  Carondelet 
Hall:  Nancy  Scott,  403  Ridgway;  or 
Annie  Skelton.  It  will  be  greeted  with 


undying  gratitude,  have  no  fear!  We  are 
open  to  ideas,  criticisms,  any 
suggestions.  Ths  sooner,  the  better. 

Somewhere  on  campus  — 
waiting  for  you.  . . 
Lin  Staten 

PS  If  you  were  a past  yearbook  e<fitor, 

our  spies  are  tracking  you  down.  Why 
not  come  peacefully  of  your  own  free 
will  and  we  won’t  give  you  any 
trouble?! 


(continued  from  paite  I) 

Section  5 will  not  apply,  hut  the  fa- 
culty member  shall  be  able  to  have 
the  issues  reviewed  by  a grievance 
committee  of  the  Faculty  whose 
members  are  acceptable  to  him  with 
ultimate  review  of  all  controverted  is- 
sues by  the  Board  of  Trustees.  In 
every  case  of  financial  exigency  or 
discontinuance  of  a program  or  de- 
partment of  instruction,  the  faculty 
member  concerned  will  be  given  no- 
tice as  soon  as  possible,  and  never 
less  than  12  months’  notice,  or  in  lieu 
thereof  he  will  be  given  severance 
salary  for  12  months.  Before  termi- 
nating an  appointment  because  of 
the  abandonment  of  a program  orde 
partment  of  instruction,  the  institu- 
tion will  make  every  effort  to  place  af- 
fected faculty  members  in  other  suit- 
able positions.  If  an  appointment  is 
terminated  before  the  end  of  the  per- 
iod of  appointment,  because  of  fi- 
nancial exigency  or  because  of  the 
discontinuance  of  a program  of  in- 
struction, the  released  faculty  mem- 
ber's place  will  not  be  filled  by  a re- 
placement within  a period  of  two 
years,  unless  the  released  faculty 
member  has  been  offered  reappoint- 
ment and  a reasonable  time  within 
which  to  accept  or  reject  it. 
Termination  of  a tenured  appoint- 
ment, or  of  a nontenured  or  special 
appointment  before  the  end  of  the 
period  of  appointment,  for  medical 
reasons,  will  be  based  upon  clear  and 
convincing  medical  evidence  which 
shall,  if  the  faculty  member  so  re- 
quests, be  reviewed  by  a grievance 
committee  of  the  Faculty  before  a fin- 
al decision  is  made  by  the  Board  of 
Trustees  on  the  recommendation  of 
the  President. 

Dismissal  Procedures 

Adequate  cause  tor  a dismissal 
will  be  related,  directly  and  sub- 
stantially. to  the  fitness  of  the  facul- 
ty member  in  his  professional  capa- 
city as  a teacher.  Dismissal  may  be 
for  reasons  ofserious  professional  in- 
competence, moral  delinquency,  will- 
ful and  persistent  violations  of,  or 
failure  to  obey,  the  published  regula- 
tions of  the  College,  excessive  or 
unreasonable  absence  from  perform- 
ance of  duties,  conviction  of  a felony 
or  a crime  involving  moral  turpi- 
tude. 

Preparatory  Steps:  Dismissal  of  a fa- 
culty member  with  continuous  ten- 
ure, or  with  a special  or  probationary 
appointment  before  the  end  of  the 
specified  term  will  be  preceded  by; 

1)  discussions  between  the  faculty 
member  and  appropriate  adminis- 
trative officers  looking  toward  a 
mutual  settlement; 

2) informal  inquiry  by  a committee  of 
the  Faculty,  whether  in  its  opinion 
dismissal  proceedings  should  be 
undertaken,  without  its  opinion  be- 
ing binding  upon  the  President; 

3) a  statement  of  charges,  framed 
with  reasonable  particularity  by 
the  President  or  his  delegate. 

Dismissal  Proceedings:  Once  dismis- 
sal proceedings  are  institute,  the  in- 
dividual concerned  will  have  the 
right  to  be  heard  initially  by  an  ad 
hoc  committee  of  the  Faculty  con- 
sisting of  five  members,  at  least  three 
of  which  are  acceptable  to  him,  and 
at  least  three  of  which  are  acceptable 

"to  the  Administration.  No  faculty 
member  with  direct  personal  inter- 
est in  the  case  may  serve  on  the  com- 
mittee. 

1) Service  of  notice  of  hearing  with 
specific  charges  in  writing  will  be 
made  at  least  20  days  prior  to  the 
hearing.  The  faculty  member  may 
waive  a hearing.  If  the  faculty 
member  waives  a hearing,  but  de- 
nies the  charges  against  him,  or  as- 
serts that  the  charges  do  not  sup- 
port a finding  of  adequate  cause, 
the  hearing  committee  will  evalu- 
ate all  available  evidence  and  rest 
its  recommendation  upon  the  evi- 
dence in  the  record. 

2) The  committee,  in  consultation 
with  the  President  and  the  faculty 
member,  will  exercise  its  judgment 
as  to  whether  the  hearing  should 
be  public  or  private. 

3)  During  the  proceedings,  the  facul- 


ty member  will  be  permitted  t<» 
have  an  academic  advisor  and 
counsel  of  his  own  choice. 

4)  At  the  request  of  either  party  or  the 
hearing  committee,  a representa- 
tive of  a responsible  educational 
association  shall  be  permitted  to 
attend  the  proceedings  as  an  ob- 
server. 

5)  A verbatim  record  of  the  hearing  or 
hearings  will  be  taken  and  a type- 
written copy  will  be  made  avail- 
able to  the  faculty  member  with- 
out cost  to  him.  at  his  request. 

6) The  burden  of  proof  that  adequate 
cause  exists  rests  with  the  institu- 
tion, and  shall  be  satisfied  only  by 
clear  and  convincing  evidence  in 
the  record  considered  as  a whole. 

7)  The  hearing  committee  will  grant 
adjournments  to  enable  either 
party  to  investigate  evidence  as  to 
which  a valid  claim  of  surprise  is 
made. 

8) The  faculty  member  will  be  af- 
forded an  opportunity  to  obtain  ne- 
cessary witnesses  and  documen- 
tary or  other  evidence,  and  the  ad- 
ministration of  the  institution  will, 
insofar  as  it  is  possible  for  it  to  do 
so,  secure  the  cooperation  of  such 
witnesses  and  make  available  ne- 
cessary documents  and  other  evi- 
dence within  its  control. 

9) The  faculty  member  and  the  ad- 
ministration will  have  the  right  to 
confront  and  cross-examine  all  wit- 
nesses. Where  the  witness  cannot 
or  will  not  appear,  but  the  commit- 
tee determines  that  the  interests  of 
justice  require  admission  of  his 
statement,  the  committee  will 
identify  the  witness,  disclose  his 
statement  and.  if  possible,  provide 
for  interrogatories. 

10)  In  the  hearing  of  charges  of  in- 
competence, the  testimony  shall  in- 
clude that  of  qualified  faculty 
members  from  this  or  other  insti- 
tutions of  higher  education. 

11) The  hearing  committee  will  not  be, 
bound  by  strict  rules  of  legal  evi- 
dence, and  may  admit  any  evi- 
dence which  is  of  probative  value 
in  determining  the  issues  in- 
volved. Every  possible  effort  will  be 
made  to  obtain  the  most  reliable 
evidence  available. 

12)  The  findings  of  foct  and  the  deci- 
sion will  be  based  solely  on  the 
hearing  record. 

13)  Except  for  such  simple  an- 
nouncements as  may  be  required, 
covering  the  time  of  the  hearing 
and  similar  matters,  public  state- 
ment and  publicity  about  the  case 
by  either  the  faculty  member  or  ad- 
ministrative officers  will  be 
avoided  so  far  as  possible  until  the 
proceedings  have  been  completed, 
including  consideration  by  the 
Board  of  Trustees.  The  President 
and  the  faculty  member  will  be  no- 
tified of  thedecision  in  writing,  and 
will  be  given  a copy  of  the  record  of 
the  hearing. 

14)  If  the  hearing  committee  con- 
cludes that  adequate  cause  for  dis- 
missal has  not  been  established  by 
the  evidence  in  the  record,  it  will  so 
report  to  the  President.  If  the  Pres- 
ident rejects  the  report,  he  will 
state  his  reasons  for  doing  so,  in 
writing,  to  the  hearing  committee 
and  to  the  faculty  member,  and 
provide  an  opportunity  for  re- 
sponse before  transmitting  the 
case  to  the  Board  of  Trustees.  If  the 
hearing  committee  concludes  that 
adequate  cause  for  a dismissal  has 
been  established,  but  that  an  aca- 
demic penalty  less  than  dismissal 
would  be  more  appropriate,  it  will 
so  recommend,  with  supporting 
reasons. 

Action  by  the  Board  of  Trustees:  If  dis- 
missal or  other  penalty  is  recom- 
mended. the  President  will,  on  re- 
quest of  the  faculty  member,  trans- 
mit to  the  Board  of  Trustees  the  re 
cord  of  the  case.  The  Board’s  review 
will  be  based  on  the  record  of  the  com- 
mittee hearing.  And  it  will  provide 
opportunity  for  argument,  oral  or 
written,  or  both,  by  the  principals  at 
the  hearing  or  by  their  representa- 
tives. The  decision  of  the  hearing 
committee  will  either  be  sustained,  or 
the  proceeding  returned  to  the  com- 
“mittee  with  spedfic  objections.  TTie 


committee  will  then  reconsider,  tak- 
ing into  account  the  stated  objec- 
tions and  receiving  new  evidence  if 
necessary.  The  Board  will  make  a fin- 
al decision  only  after  study  of  the 
committee's  reconsideration. 
Terminal  salary  or  nonce:  If  the  ap- 
pointment is  terminated,  the  faculty 
member  will  receive  his  salary  or  no- 
tice in  accordance  with  the  schedule 
of  notice  to  which' he  is  entitled  un- 
der Section  A.  4 above,  or.  if  he  has 
tenure,  for  at  least  one  year.  This  pro- 
vision for  terminal  notice  or  salary 
need  not  apply  in  the  event  that  there 
has  been  a finding  that  the  conduct 
which  justified  dismissal  involved 
moral  turpitude.  On  the  recommend- 
ation of  the  Faculty  Hearing  Com- 
mittee or  the  President,  the  Board  of 
Trustees  may  take  into  account  the 
length  and  quality  of  service  of  the 
faculty  member  in  determining 
what,  if  any.  payments  will  be  made 
beyond  the  effective  date  of  dismis- 
sal. 

A faculty  member  may  terminate  his 
appointment  effective  at  the  end  of  an 
academic  year,  provided  that  he  gives 
notice  in  writing  at  the  earliest  possi- 
ble opportunity,  but  not  later  than  30 
days  after  receiving  notification  of  the 
terms  of  his  appointment  for  the  com- 
ing year. 

Grievance  Committee 

THE  FOLLOWING  PROCEDURES 
REGARDING  THE  ESTABLISH- 
MENT OF  A FACULTY  WELFARE 
COMMITTEE  HAVE  BEEN  REC-‘ 
OMMENDED  BY  THE  FACULTY 
AFFAIRS  COMMITTEE  AND  AP- 
PROVED BY  THE  EDUCATIONAL 
POLICIES  COMMITTEE  FOR  CON- 
SIDERATION BY  THE  FACULTY: 

That  provision  for  the  creation  of  an  ad 
hoc  committee  to  deal  with  griev- 
ances in  cases  of  faculty  dismissal  be 
incorporated  into  the  Faculty  Hand- 
book. 

DThat  this  committee  be  composed 
of  five  faculty  members,  at  least 
three  of  which  are  acceptable  to  the 
faculty  member  who  is  presenting 
the  grievance  and  at  least  three  of 
which  are  acceptable  to  the  Ad- 
ministration. 

2)That  no  faculty  member  with  di- 
rect personal  interest  in  thecase  be 
eligible  to  serve  on  the  committee. 
That  provision  for  the  creation  of  a 
permanent  Faculty  Affairs  Commit- 
tee be  incorporated  into  the  Faculty 
Handbook. 

1) That  this  committee  be  consti- 
tuted each  year  to  deal  with  mat- 
ters pertaining  to  faculty  welfare 
which  may  be  referred  toil  by  other 
faculty  committees,  by  the  Admin- 
istration. or  by  individual  faculty 
members. 

2) That  the  manner  of  selecting  the 
members  of  this  committee  be  de- 
termined each  year  on  the  basis  of 
the  matters  referred  to  it  for  con- 
sideration. 

Professionalization 

Mary  Ann  Fairchild,  heading  the 
sub-committee  on  professionalization, 
made  the  following  statement  and  pro- 
posal at  the  faculty  meeting  on  Octo- 
ber 23: 

On  approaching  the  whole  subject  of 
teacher  evaluation  and  desiring  to  out- 
line an  effective  procedure  for  faireval- 
uation  of  teachers,  manyqueationsim- 
mediateiy  present  themselves:  What 
does  it  mean  to  be  a professional  teach- 
er? What  does  “professional  status” 
really  mean?  What  are  considered  pro- 
per attitudes  toward  our  profession  and 
toward  our  particular  roles?  Are  we 
familiar  with  the  NEA  code  of  ethics  or 
the  AAUP  code?  Do  we  wish  to  com- 
pose our  own  code  of  ethics?  Are  we 
thoroughly  familiar  with  the  history  of 
academic  freedom  and  responsibilities 
of  administrations,  faculties  and  stu- 
dent bodies  in  American  education? 
Are  we  aware  of  what  our  rights  and  re- 
sponsibilities and  those  of  our  stu- 
dents are?  Do  we  have  a clear  idea  of 
what  is  expected  of  us  in  the  contract 
passage  which  reads:  “Should  the  said 
faculty  member  advocate  principles 
contrary  to  Christian  philosophy,  mor- 


ality or  theology,  or  shall  have  been  in- 
volved in  a public  crime,  scandal,  or 
misconduct  then  he  shall  be  subject  to 
immediate  dismissal  by  the  college  and 
all  rights  of  the  faculty  member  shall 
thereupon  cease?”  Could  “principles 
contrary  to  Christian  philosophy,  mor- 
ality or  theology"  be  more  clearly  de- 
fined? Since  all  of  the  topics  covered  in 
the  above  queries  have  a direct  bearing 
upon  how  a teacher  might  be  evalu- 
ated, the  Faculty  Affairs  Committee  in- 
vites all  the  faculty  to  participate  in  a 
series  of  in-service  seminars  to  be  held 
once  each  semester  to  inform  the  staff 
on  these  important  areas  of  interest. 
After  informative  lectures  and  dynam- 
ic discussions  on  the  topics  of  ethical 
codes,  academic  freedoms  and  respon- 
sibilities and  an  attempt  to  define 
“principles  contrary  to  Christian  phil- 
osophy, morality  or  theology”  have 
been  covered,  hopefully  some  concrete 
guidelines  in  each  of  these  areas  can  be 
included  in  the  faculty  handbook.  Our 
in-service  seminars  could  then  be  di- 
rected toward  improving  college  teach- 
ing. These  would  continue  indefinitely 
and  perhaps  be  held  only  once  a year. 

A questionnaire  was  given  to  each  fa- 
culty member  and  each  member  of  the 
administrative  staff  to  determine  how 
many  would  participate  in  a series  of 
in-service  seminars  related  to  the  pro- 
cess of  professionalization  and  the  im- 
provement of  college  teaching.  To 
date,  thirty-five  questionnaires  have 
been  returned  with  positive  replies.  No 
negative  answers  have  been  received. 
Since  the  majority  of  the  faculty  and 
administrative  staff  favors  the  pro- 
posed seminars,  all  that  remains  to  be 
done  now  is  to  set  the  date  for  the  first 
seminar,  which  is  tentatively  planned 
for  sometime  in  February. 

Dr.  Robert  Goodnow  and  Sister  Rose- 
mary Flanigan  are  also  co-operating 
on  this  sub-committee,  and  will  be  ac- 
tive in  planning  the  first  of  these  semi- 
nars. 

Evaluation  of  Faculty 

Sister  Marie  Georgette  Eschbacher 
has  presented  the  following  material 
for  consideration  by  the  members  of  the 
Faculty  Affairs  Committee; 

Teaching  evaluation,  in  this  study,  is 
concerned  with  the  following 
areas: 

Background  and  Need  for  Criteria 
Purposes  of  Evaluation  of  Teaching 
Types  of  Evaluation  of  Teaching 
Administrative  Evaluation 
Colleague  Evaluation 
Student  Evaluation 
Self  Evaluation 

These  materials  are  tentative,  offer 
varieties  of  suggestions  under  each 
heading,  and  are  intended  to  evoke 
discussion  by  committee  members 
concerning; 

Need  for  Evaluation  of  Teaching  at 
Avila  College 

Purposes  for  which  Evaluation  will 
be  used  at  Avila  College 
Types  of  Evaluation  which  will  best 
serve  Avila  College  needs 
Committee  members  are  asked  to  study 
and  discuss  these  materials  with  a 
view  to  suggesting  changes,  addi- 
tions. or  deletions. 

As  a result,  we  would  hope  to  decide  on 
at  least  a trial  set  of  criteria  which 
would  be  meaningful  at  Avila 
College. 

* « * • « 

Teaching  evaluation,  of  as  objective  a 
type  as  possible,  is  essential, to  a 
definition  of  a working  policy  for 
hiring,  retention,  non-retention,  or 
promotion  of  faculty  members. 
This  study  is  in  conjunction  with 
and  supplements  other  sub- 
committee work  being  done  on  the 
above  areas. 

Many  materials  and  reviews  were  read 
in  order  to  determine  which  tools 
and  materials  would  best  suit  our 
campus  needs.  It  is  the  opinion  of 
this  committee  member  that  the  ac- 
companying summary  should  be 
presented  to  the  committee 
members  and.  after  studying  this 
compilation,  an  Avila  committee 
should  discuss  and  agree  on  a set  of 
tools  and  methods  to  present  to  the 
(continued  on  page  5) 


Sure,  I know  discrimination! 

Barbara  Hulett 


Sure  I know  discrimination.  I live 
everyday  with  justice  and  injustice, 
making  choices  that  bring  happiness 
or  sadness.  With  every  choice  I dis- 
criminate for  better  or  for  worse.  When 
I was  about  nine  years  old  I learned 
that  my  friend  June  wouldn’t  play  with 
me  if  I played  with  Dolores,  and  that  if 
June  played  with  Dolores  she  wouldn’t 
play  with  me.  Our  seventh  grade  girls’ 
ball  team  won  all  the  playground 
tournament  games,  competing  against 
other  classrooms.  From  that  victory  on, 
we  discriminated.  In  Junior  High,  if 
your  grades  were  good  enough  you 
could  be  a member  of  the  school’s  news- 
paper staff,  which  published  a tremen- 
dously important  oracle.  “The  Search- 
light.’’ In  Senior  High,  the  social  class 
structure  of  the  student  society  was 
obvious  to  all.  and  definitely  nourished 
prejudicial  attitudes.  Certain  groups 
met  in  certain  areas  of  the  halls  before 
school.  We  all  had  our  own  groups  at 
the  tables  in  the  cafeteria.  And  then 
there  were  the  clubs.  Membership  is 
such  groups  meant  you  were  either  “in” 
or  “out”  socially. 

Going  away  to  college  wasn’t  of  great 
importance  in  1951.  Kansas  City 
Junior  College  had  the  reputation  of 
being  a slave  factory  where  all  work 
and  no  social  life  was  the  normal  state 
of  being.  There  was  a simple  dignity 
about  being  a student  there.  There  did 
seem  to  be  sex  discrimination, 
however.  It  was  great!  The  fellas  were 
three  to  one.  Discrimination  plus! 
Things  changed  when  Mr.  Hatley,  a 
new  faculty  member  from  Missouri 
University,  initiated  school  dances. 
You  could  ride  to  and  h'om  school  on 
the  39th  street  bus  or  ride  to  work  down- 
town on  the  Main  Street  trolley,  each 
time  with  differentfellas,  depending  on 
schedules.  I met  Tom  in  the  morning, 
had  lunch  with  Dick,  and  studied  in  the 
library  with  Harry  in  the  evening.  Dis- 
crimination was  rampant! 

After  an  Associate  of  Commerce 
Degree,  I worked  for  two  Medical 
Doctors  on  the  Country  Club  Plaza  as  a 
Medical  Secretary.  White,  black,  rich, 
average  and  poor;  all  flocked  for 
medical  treatment.  I did  learn  that  if 
you  were  a very  close  friend  of  one  of 
the  Doctors,  you  were  to  be  taken  to  his 
office  immediately,  past  a hill  waiting 
room.  It  happened  that  I was  very  dis- 
criminating with  one  patient  and 


faculty  as  most  pertinent  to  our 
campus. 

The  purpose  for  which  the  evaluation 
of  faculty  is  to  be  made  will  largely 
determine  the  method  of  evalua- 
tion. and  the  recipient(s)  of  the 
results. 

If  evaluation  is  to  be  done  to  improve 
instruction  — and  this  is  usually 
the  prime  purpose  for  faculty 
evaluation  — it  would  seem  that 
the  principal  recipient  of  the 
results  of  evaluation  should  be  the 
faculty  members  being  evaluated. 

If  the  chairman  and/or  the  academic 
dean  are  especially  concerned 
about  the  improvement  of  instruc- 
tion. it  would  seem  that  the  results 
should  be  shared,  in  confidence,  in 
a joint  conference,  among  the 
faculty  member,  the  chairman, 
and  the  dean. 

Any  threatening  feedback  of  the 
results  of  the  evaluation  given  to 
the  faculty  member  because  of 
tactless  discussion  of  his  weak- 
nesses, will  almost  surely  destroy 
any  hope  of  improving  instructor 
and/or  instruction.  The  use  of 
results  solely  by  dean  and/or 
chairman,  is  a severe  threat  and 
will  automatically  defeat  any 
postive  improvement;  it  will  only 
cause  suspicion  and  tension  for  the 
faculty  member. 


married  him  two  yews  later. 

Yes,  I know  discrimination.  My 
husband  could  not  establish  himself  in 
a permanent  job  after  he  left  college 
because  of  his  military  status.  He  was 
afraid  six  weeks  after  we  were  married. 
It's  a serious  blow  to  any  man’s  ego  to 
know  he  has  been  singled  out  for  un- 
employment because  of  eligibility  for 
the  draft. 

In  order  to  live  together  on  the  East 
Coast,  we  had  to  rent  whatever  housing 
was  available.  The  area  was 
considered  remote,  although  close  to 
Washington.  D.  C.  and  Baltimore, 
Maryland.  Being  twenty  miles  from  the 
White  House  was  certainly  a far  cry 
from  the  gray  house  where  we  had 
lived.  This  small  modest  bungalow  had 
been  divided  up  into  three  apartments 
by  watlboards,  so  the  landlord  would 
make  a nice  profit.  There  was  a housing 
shortage,  and  one  could  not  complain. 

Back  in  Kansas  City  after  two  years 
military  duty,  we  lived  in  an  apart- 
ment near  the  Westport  area.  We 
complained  about  poor  enforcement  of 
the  building  codes  to  the  City  Hall 
Inspector  and  to  the  landlord,  but  it 
proved  to  be  futile.  We  learned  through 
this  experience  that  our  landlord  was 
the  brother  of  a member  of  the  Mafia 
here  in  Kansas  City.  We  could  not 
afford  to  move.  We  knew  discrimi- 
nation. 

We  moved  to  a small  house  in  the 
Southeast  area  twelve  years  ago.  It 
required  a substantial  down  payment 
If  we  had  purchased  a home  several 
blocks  North,  the  white  owner  would 
have  paid  the  extra  “point.”  and  not 
the  white  purchaser  in  the  area  we 
chose  to  live.  My  husband  was  inelig- 
ible for  a GI  loan , because  there  were  no 
benefits  given  at  the  time  of  his 
military  duty.  We  decided  to  move  to 
our  present  house  six  years  ago  and 
found  that  we  could  not  even  trade  our 
■ old  house  in  any  kind  of  a deal  because 
of  its  location  in  a "transition  neigh- 
borhood”; furthermore,  it  was  in  the 
path  of  the  midtovm  freeway.  A 
speculator  finally  bought  the  property. 
T^e  personal  loss  was  $1,300.  Discrimi- 
nation with  a dollar  sign. 

Sure.  I’ve  known  discrimination  and 
I’m  sure  I always  will.  It’s  a part  of  life. 
A big  part!  Somehow  I think  you  grow  a 
little  when  you  suffer  discrimination, 
and  it  can  be  a maturing  experience. 


If  used  effectively,  in  confidence  and 
with  tact,  the  results  of  any  type  of 
faculty  evaluation  can  bring  about 
not  only  improved  and  more 
effective  teaching  methods  and 
attitudes,  but  also  an  increase  in 
self-esteem  and  self-confidence  for 
the  faculty  member.  Results  of  the 
evaluative  tools  and  a summary  of 
the  conferences  with  the  faculty 
member  concerning  these  results, 
can  then  be  professionally  relayed  to 
any  faculty  committee  concerned 
with  faculty  retention  and/or 
promotion. 

In  cases  where  the  evaluations  and  the 
conferences  do  not  bring  about 
improvements  seen  as  desirable  for 
better  teaching,  the  procedures  for 
non-retention  would  then  be 
followed. 


The  types  of  evaluation  are  herein 
included  under  four  sources.  Under 
each  source,  suggested  areas  have 
been  listed  for  study.  These 
suggested  areas  are  by  no  means 
limiting  nor  exhaustive  — they  are 
suggestions  summarized  from 
many  varied  tools  studied  or  read. 
Also  these  are  not  ranked  in  any 
order  of  importance. 


I.  ADMINISTRATIVE  EVALUA- 
TION CONCERNS  - (Dean. 
Chairman,  etc.) 

(These  items  could  be  marked 
“above  average,"  “average.”  or 
“needs  improvement”  or  some- 
thing similar,  or  could  be  left 
open  and  blanks  for  comments.) 

Professional  Preparation: 
long-range  and  immediate 
Continuing  Education  and/or 
Professional  Advancement 
Study 

Research  and/or  Writing 
Membership  in  Learned  Socie- 
ties and/or  Ptofessional  Organ- 
izations 

Service  and/or  Work  in  Civic 
and/or  Community  Groups 
Work  on  Campus  Committees 
Involvement  in  Campus 
Events:  Academic  and  Social 
Availability  for  Student  Ap- 
pointments and  Advising 
Sufficient  Office  Time  spent  on 
campus 

Contribution  to  Departmental 
and  College  Commitments 
Prompt  and  Regular  Attend- 
ance 

Reaction  to  Classroom  Visita- 
tion and  Supervision 
Prompt  Submission  of  Re- 
quired Information: 

Course  Planning 
Course  Syllabi 
Evaluation  Tools,  Etc. 

II.  COLLEAGUE  EVALUATION 
CONCERNS  — (Other  Faculty  in  the 
Department  or  in  the  college) 

Ability  to  work  well  with  col- 
leagues 

Willingness  to  share  resp>onsi- 
bilities  and  work  load  in  depart- 
,ment 

Cooperation  in  submitting  in- 
formation by  required  deadlines 
Willingness  to  help  improve 
departmental  academic  I 
standards 

Willingness  to  share  ideas  and 
materials  with  other  faculty 
Supportive  of  other  faculty  to 
students  and  other  faculty 
Willingness  to  share  “give  and 
take”  in  a team  effort  for  im- 
proved instruction 
Possession  of  a wholesome, 
positive  attitude  toward  stu- 
dents 

Possession  of  a wholesome, 
positive  attitude  toward  teach- 
ing profession 

Non-judgmental  in  conversa- 
tions about  students  and  other 
faculty 

Adequate  preparation  forclass 
sessions,  both  long-range  and 
daily 

Effective  use  of  library  and  in- 
structional media 
Availability  to  colleagues  and 
students 

Course  revisions  to  keep  teach- 
ing up-to-date 

Professional  appearance  and 
manner 

III.  STUDENT  EVALUATION 
CONCERNS  — (These  topics  could 
be  included  in  an  easily  marked  rat- 
ing scale,  or  could  be  open-end  state- 
ments for  comments.) 

Ability  to  stimulate  and  keep 
class  interest,  attention,  and  mo- 
rale 

Ability  to  stimulate  optimum 
student  learning  and  thinking 
Knowledge  of  subject  matter 


Clear  and  well-organized  class 
presentations 

Self-confidence  in  subject  mat- 
ter 

Adequate  responses  to  stu- 
dent questions  about  subject 
matter 

Clear  re-explanations  and  re- 
teaching 

Use  of  class  discussion  method 
or  small  group  buzz  sessions 
Speech  patterns  and  tone  of 
voice 

Personal  appearance  and 
mannerisms 

Concern  about  students’  learn- 
ings 

Concern  about  students’  feel- 
ings 

Attitude  toward  student  ques- 
tions and/or  suggestions 
Attitude  and  acceptance  of  dif- 
fering opinions 
Reasonableness  and  mean- 
ingfulness of  assignments 
Reasonable  timing,  content, 
and  method  in  relation  to  ex- 
ams. tests,  etc. 

Objective  and  accountable 
methods  of  evaluating  students' 
learning 

Realization  of  clearly  stated 
course  objectives  into  which 
there  has  been  some  student  in- 
put 

Follow-through  on  examina- 
tion and  test  results 
General  rating  of  this  teacher 
in  relation  to  all  who  have  taught 
you: 

Top  10% 

Upper  one-fourth 
Lower  one-half 
Upper  one-half 
Lower  one-fourth 

IV.  SELF  EVALUATION  CON- 
CERNS — (These  are  usually  in  the 
form  of  questions  which  faculty 
member  answers  to  himself.) 

Have  I honestly  examined  the 
evaluations  of  my  administra- 
tors, colleagues,  and  students 
with  a view  to  improving  my 
teaching? 

Am  I resentful  about  the  sugges- 
tions made  to  me? 

Do  I feel  that  any  of  these  com- 
ments have  a v^id  basis?  If  so, 
how  do  I plan  to  help  myself  on 
these  points? 

(conUoued  on  p«se  H) 


French  fair 


The  Avila  French  Club,  "Les  Amis  de 
la  France”,  will  sponsor  its  annual 
FRENCH  FAIR  on  November  18-19. 
The  FAIR  will  include  two  events:  a 
display  of  projects  related  to  French 
culture  and  customs  and  an  oral  recita- 
tion contest  Both  events  will  bejudged 
on  three  levels:  elementary,  inter- 
mediate and  advanced.  Native  French 
speakers  will  act  as  judges.  Winners  in 
each  category  will  receive  prizes 
awarded  by  the  French  Embassy  and 
the  Alliance  Francaise  of  New  York. 
Participants  will  include  students  from 
the  following  schools:  Camdenton 
High.  St.  Teresa’s  Academy.  Loretto  in 
Kansas  City,  Bishop  Hogan  High. 
Bingham  Junior  High,  Rockhurst 
High,  Bishop  O’Hara  High.  Van  Horn 
High.  LeBlond  and  Central  High 
Schools  - St.  Joseph. 
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Is  there  any  other  faculty  mem- 
ber with  whom  I can  share  this 
information  and  who  will  ob- 
jectively help  me?  If  not  a fa- 
culty member,  who? 

How  much  thought  and  time  do  I 
give  to  planning  my  course 
and  to  day-by-day  prepara- 
tion for  my  classes? 

Am  I aware  of  attitudes  in  my 
classes?  Am  I sensitive  to  stu- 
dent reactions  while  I am 
teaching?  Are  they  interested, 
bored,  marking  time,  or  are 
they  really  interested  in  what 
this  material  means  to  them, 
enthusiastic? 


Do  I cling  to  old.  tried  methods 
out  of  fear  of  trying  some  other 
type  of  presentation  that 
might  be  more  effective? 

What  professional  reading  do  1 
do?  Do  I read  other  than  my 
own  field? 

Am  I still  willing  to  learn  as  well 
as  teach? 

Are  my  course  objectives  arrived 
at  in  conjunction  with  stu- 
dents' ideas  and  suggestions? 

Am  I able  to  say  that  I have 
achieved  my  objectives  and 
that  the  students  have 
achieved  their  objectives  as 
well?  . , 

Are  my  assignments  practical, 
relevant,  and  reasonable? 


What  about  my  evaluation  ot  stu- 
dents' learning  — can  1 hon- 
estly explain  to  each  student 
how  I arrived  at  the  grade  1 
gave  him? 

Do  I succeed  in  stimulating  stu- 
dents to  learn,  rather  than  to 
achieve  a certain  letter  grade? 

What  kind  of  atmosphere  do  I 
create  in  my  classroom?  Is  it 
interesting,  stimulating,  en- 
livening? Are  students  free  to 
differ  in  opinion,  to  discuss,  to 
question,  or  does  this  threaten 
me? 

Am  I open  to  having  other  facul- 
ty or  administrators  visit  my 
class  while  I teach?  If  not,  why 


not? 

Do  I feel  that  I am  an  effective 
teacher  in  the  true  sense  of  the 
word?  Or  do  I merely  give  out 
information  and  receive  it 
back  for  grading? 

What  one  aspect  of  my  teaching 
will  I concentrate  on  during 
the  next  semester  in  order  to 
consciously  improve  it? 

(Only  one  aspect  should  be 
chosen!) 

It  is  expected  that  the  members  of  the 
committee  actively  read  and  study 
this  set  of  sheets  with  a pen  in  hand 
and  contribute  to  the  refining  and 
limiting  of  these  tools. 
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